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returning ten or more surveys are appended. Highlights include the following: 
(1) 63% of Alabama's two year college employees in March 1997 were female, 
while 35% were male; (2) the likelihood of employees continuing to work in a 
community college was 70%; (3) 35% of employees had been employed at the 

college for less than five years, 28% for five- ten years, and 35% for 10 or 
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Executive Summary 

The taxpayers of Alabama expect the excellence, performance, and 
measurable effectiveness promised by their community, junior, and technical 
colleges. Ongoing faculty and staff development is required in order to keep these 
promises. Inadequate funding and fragmentation combine to reduce the 
availability of faculty and staff development opportunities. 

The objectives of the study described in this report were to (a) determine the 
faculty and staff development needs of Alabama’s community, junior, and technical 
colleges, and (b) to identify to what extent those needs are perceived as being met. 
Data were collected via a survey sent to randomly selected employees at each of 3 1 
two-year colleges in Alabama. Forty-two percent of randomly identified employees 
completed the survey. At least one employee responded from 28 of the colleges, 17 
colleges returned more than 10, and no surveys were returned from 3 of the 
colleges. The findings described herein represent the responses of 257 two-year 
college employees. 

L Demographics of Respondents 

Female Male 

Gender: 63%’ 35% 

Race: African 

American White Other 

16% 80% 4% 

Employee 

Classification: Administrator Faculty S t a ff 

31% 34% 33% 

II. Employee Life Plans 

* Likelihood of Employees Continuing to Work in a Community College: 70% 

* Probability of Employees Remaining in Alabama for the Next Ten Yrs. 90% 

Finding: A stable employee group underscores the need for an ongoing faculty and 
staff development program that insures the updating required to deliver on the 
promises. 



1 Percentages are rounded. Columns will not total 100% when all respondents did not answer 
a particular question. 
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IH. Length of Time Employed at College 

1 day - 5 years 35% 

5+ - 10 years 28% 

10+ years 35% 

Findings: Those employed less than 5 years were more likely to view the 

development available to them in a positive fashion than were the other groups. 
These “newer” employees were also more likely to be interested in enrolling in an 
MA or EdD program in higher education administration in the next five years. 
Those employed between 5 and 10 years were most likely (30%) to rate the amount 
of faculty and staff development offered by the state as poor or below average. 
Implications of these findings may be found in the full report. 

IV. Highest Level of Education Attained and Educational Plans 

In general, the two-year college employee population is well-educated. With over 
90% of respondents holding a two-year degree, it appears that there has been 
encouragement and support of development and possibly an emphasis in the hiring 
process to attract individuals with the highest level of formal education possible. 
Sixteen percent indicated that they are likely or very likely to enroll in an MA 
program in Higher Education Administration, and 18% noted that they were likely 
or very likely to begin an EdD program in Higher Education Administration in the 
next 5 years. 

V. Faculty and Staff Development Needs 

Respondents were asked not only to report their three most pressing development 
needs, but also what they believed the top development activities should be for the 
other two employee groups. That is, faculty indicated what was important to them, 
then recorded what they thought administrators and staff should focus on. The 
report goes in depth into important contrasts and comparisons that emerged from 
the data, including “disparate intersections” — topics that employee group one 
did not think was priority, but that one or two of the other employee groups 
believed should be a focus for group one. These “intersections” should be viewed 
as opportunities for greater communication and clarification of roles and 
responsibilities and when designing faculty and staff development programs. (See 
pages 7-10 in the full report.) The table below presents the top three development 
priorities for each employee group, as recorded by members of that employee group. 
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Faculty Needs Staff Needs Administrator Needs 
#1 Priority Instructionally Working Organizational 

Related Tngpf.hpr Issilfts 

#2 Priority Technology Technology Working Together 

Related Belated 

#3 Priority Personal & Organizational Technology 

Professional Tbsups Related 

See Appendix B for the individual development topics that make up each category. 

VII. Perceptions About the A mount, a nd Type of Professional Development 
Available 

Employees generally rated the amount and type of professional development 
available to them as average. A question for discussion in the two-year college 
system might be, “Is average good enough?” 

VIII. Participation in Faculty or Staff Development Last Year 

The two most frequently checked categories of hours of participation in faculty 
development were “None” and “16+ Hours.” For staff, the two most frequently 
checked categories of hours of participation were “None” and “1-3" hours. On 
average, employees participated in 7 to 9 hours of faculty development, and 6 to 7 
hours of staff development last year. Almost 90% of all respondents participated in 
less than two davs of development activities during the past year. For both faculty 
and staff, the number one response was that they had participated in zero 
development during the past year. 

IX. Perceptions of Institutional Support 

Employees are more positive about the amount of support for staff development 
than they are about the amount for facility. However, the largest group of 
employees view the level of support as average. Again, we might ask the question, 
“Is average good enough?” 

X. Location & Format Preference 

Although the number one preference for location and format of development 
activities is delivery by in-person presenters on campus, many are open to 
participating in distance education, either on the home campus or at a site within 
one hour of the home campus. 

XI. Credit and Non-Credit Development Length and Format Preferences 
The preferred length and time for non-credit development for all employees is two 
hours during a workday. The most desirable length and time for credit development 
activities is a three-hour period, one time per week, either during the day or 
evening for 15 weeks (assuming a three-credit hour course). 
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Selected Recom mendations 

Because of their stable employee population, intense pressures for change in both 
education and training, and demands for labor force training, two-year colleges 
have opportunities for growth and development on many levels. Among the 
recommendations made in the full report are these: 

1. Work toward implementing teaching/leaming centers and staff 
development programs in each college and/or region. 

2. Explore mentorships, off-campus “externships,” and other nontradition al 
development delivery systems. 

3. Put a statewide structure in place that tracks the progress made in each 
college and on a regional basis toward the implementation of an effective faculty 
and staff development program. Several individuals at each college should share 
responsibility, along with all of the employees, for keeping communication channels 
open, assessing needs, evaluating innovative efforts, and soliciting support. These 
individuals might become members of a statewide group that is accountable to the 
Chancellor and the Board. 

4. Start bv focusing on the needs identified in this survey as most important 
to employees , not on other topics or issues. Build trust. 

5. Consider targeting those employed less than five years as possible 
innovators or partners in the development effort. There is some evidence that they 
might be more receptive to such requests and more positive about possible outcomes 
than employees who have been employed for a longer time. Use new employee 
orientation meetings to share information about faculty and staff development 
plans and opportunities. 

6. The level of interest in pursuing advanced degrees in higher education 
administration suggests that programs at the state, regional, and/or college level 
should be put in place to support these aspirations. Funds could be raised or 
earmarked to provide competitive scholarships and special sabbatical arrangements 
for some graduate students. Colleges could support or partially support a semester- 
long internship for one graduate student each year. The student would gain 
valuable practical experience and the college would benefit from having an 
additional professional on the staff for four months. On a basic level, understanding 
supervisors could permit employees to leave work early on class evenings (if 
needed) or make other fair accommodations to facilitate employee development. 

7. Distance learning opportunities must be explored further. Four colleges 
have downlink satellite capabilities. Some have access to fiber. However, most do 
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not presently have this equipment. Until these facilities can be obtained, use 
alternative distance learning methods, such as independent study or study courses 
that use videos and supplementary materials. 

8. Use the “disparate intersections” (see pages 7-10 in the full report) 
discovered in the data to spark college-wide conversations about institutional 
priorities, roles and responsibilities, and development plans for the future. 

9. Create incentives that will secure the active involvement in and 
leadership by creative and committed facility and staff. Implement reward and 
recognition systems. 

10. Share resources with other institutions, organizations, and individuals. 
Use expertise available in the college or in the state. Provide assistance with grant 
writing and seeking private donations of funds or equipment. 

1 1. Evaluate progress of the design and implementation of faculty and staff 
development programs. Also assess faculty and staff opinions of the work that has 
been done. Incorporate their suggestions and respond to their concerns. 
Disseminate the results of the college’s evaluations and assessments. 

12. As part of the ground-laying work for developing a college-wide program, 
determine why some employees participated in no development activities at all, and 
explore what sorts of development opportunities were participated in by those who 
reported 16 or more hours of involvement last year 

13. Place the development of effective staff and faculty development 
programs for two-year colleges high on the Postsecondary Commission’s priority 
list. Keep this priority visible and require annual reports of a statewide committee 
that monitors these activities. 



For More Information Contact: 
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Introduction 1 

The taxpayers of Alabama expect the excellence, performance, and 
measurable effectiveness promised by their community, junior, and technical 
colleges. Continuous faculty and staff development is required in order to keep 
these promises. Inadequate funding and fragmentation combine to reduce the 
availability of faculty and staff development opportunities. 

The objectives of this year-long research project are to (a) determine the 
faculty and staff development needs of Alabama’s community, junior, and technical 
colleges, (b) to identify to what extent those needs are perceived as being met, and 
(c) to determine what cost-effective alternatives to meet identified needs would be 
acceptable to interested constituencies. This document reports results for objectives 
(a) and (b). 2 

Two surveys were distributed to each of Alabama’s two-year institutions — an 
employee survey and another survey exploring each institution’s faculty and staff 
development policies and procedures. Forty-two percent of randomly identified 
employees completed the employee survey. At least one employee responded from 
28 of the institutions; 17 colleges returned more than 10; and no surveys were 
returned from 3 of the colleges. 

Sixteen institutions responded to the second survey which requested 
information about their faculty and staff development policies and procedures. The 
results of that survey will be reported to Alabama education officials and two-year 
college presidents in a subsequent report. 

The present report focuses on the results of the employee survey which 
sought employees’ perceptions of and preferences for faculty and staff development. 
The survey appears in Appendix A. For additional information contact the study 
author. 

I. Demographics 

Table 1 outlines the respondents’ gender, race, and employee classification 
and compares the figures to an approximation of the percentages in each category 
employed by Alabama’s two-year colleges. 



1 The author expresses appreciation to Bai Kang, doctoral student in higher education 
administration for his assistance in the survey distribution, data analysis, and preparing individual 
college reports. Thanks also go to colleagues who reviewed the survey and the report manuscript 
before they were disseminated. This study was partially supported by The University of Alabama. 

2 A subsequent report will explore cost-effective options (c). 
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Table 1 

Study Participant Demographic Information 



Characteristic 


Study 

Percent 3 


Study 

N 4 


Alabama 

Two-Year 

College 

Percentage 5 


Alabama 

Two-Year 

College 

Numbers 6 


Gender 










Female 


63.4 


163 


55 


2,295 


Male 


35.4 


91 


45 


1 ? 905 


Race 










African American 


15.6 


40 


21.6 


907 


White 


79.8 


205 


77.6 


3,259 


Other 


2.3 


6 


0.7 


29 


Employee 

Classification 










Sr. Administrator 


9.3 


24 


0.7 


31 


Administrator 


21.8 


56 


15 


599 


Total Administrator 


31.1 


80 


15.7 


630 


Faculty 


33.5 


86 


48 


2,020 


Staff 


32.7 


84 


37 


1,550 


Total Employees 


97.3 


250 


100.7 


4,200 



II. Gender. Race, and Employee Classification 

Table 1 shows that the approximate proportion of two-year college female 



3 Percents do not add to 100% when all respondents do not provide an answer. 

4 Numbers do not add to 257 w hen all respondents do not provide an answer. 

5 Data from this column are from the Alabama Department of Postsecondary Education, 1995. 

6 For comparison purposes (to column 3), these numbers were obtained by multiplying the 
percentage in column 4 by the total number of employees: 4,200. 
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employees in Alabama is 55%, and the proportion who completed this survey is 
63%. Women are represented in greater numbers in this survey (63%) than they 
are in Alabama’s two-year college workforce (55%). Survey respondents are 80% 
white, and the state percentage is estimated to be 76%, a close comparison between 
the sample and the population. Sixteen percent of the respondents are African 
American versus 22% of Alabama’s population. Administrators, faculty, and staff 
each represented about a third of the survey respondents. Because random 
sampling was used, there is no bias in the survey results due to differences between 
respondent and population percentages. 

III. Employee Life Plans 

Findings 

The likelihood of respondents continuing to work in a community college 
(70%), and the probability of their remaining in Alabama for the next ten years 
(90%) indicate a relatively stable employee population. The exception would be 
those who will be leaving in the next few years due to retirement. However, last 
year, over 40% of those eligible chose to participate in an early retirement program, 
so the number of those coming close to retirement is now lower than it would have 
been one year ago. 

Interpretation and Implications 

A stable employee population indicates the need for constant upgrading and 
retraining, thus underscoring the importance of a statewide, coordinated faculty 
and staff development program. 

Recommendations 

Work toward implementing teaching/learning centers and staff development 
opportunities in each college and/or on a regional basis. Explore mentorships, off- 
campus “externships,” and encouragement toward and support of the pursuit of 
formal education. Include the formation of development programs designed 
specifically to meet staff needs. Conduct a survey, annually or bi-annually, of 
faculty and staff perceptions of previous development opportunities and their needs 
for development for the near future. Programs, services, and opportunities should 
be modified or expanded accordingly. One or two individuals at each institution 
should be held accountable for faculty and staff development efforts and the 
evaluation and planning of such programs and activities. These individuals must 
be accountable, first to their president and to their colleagues, and then to the 
statewide body of two-year college employees, providing reports at the annual 
meeting of the Alabama College Association and other appropriate gatherings. 

IV. Length of Time Employed 

Roughly one-third of the respondents fell in each of these ‘length of 
employment” categories: 1 day to 5 years; 5 years plus to 10 years; and more than 
10 years. 
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Table 2 



Findings 

Total Number of Years of Employment at Current College 





Study 


Study 


AL Two-Year 




Percent 


N 


College Percent 


1 day - 5 years 


34.6 


89 


33.2 


5 years + - 10 years 


28.4 


73 


16.0 


10 year s+ - 20 years 


22.2 


57 


32.0 


20 years + 


12.8 


33 


18.4 



Few factors (questions on the survey) showed differences between individuals 
employed at their colleges for varying lengths of time. The differences observed 
included the following: 

* Those employed less than 5 years were more likely or very likely to be 
part of the 16% considering entering a master’s or the 18% considering a 
doctoral program in higher education administration in the next five 
years. 

* Those employed less than 5 years were more likely to rate the type of 
development opportunities available through the state as excellent (15%). 

* Forty percent of those employed less than 5 years believe the amount 
offered by the state was above average or excellent. 

* Those employed between 5 and 10 years were most likely ( 30%) to rate 
the amount of faculty and staff development offered by the state as poor 
or below average. 

Interpretation and Implications 

The “rose colored glasses” phenomenon, energy, and excitement that occurs 
for some employees in the beginning of their careers or when they move into a new 
position, may encourage these employees to view possibilities more positively than 
those who have been part of the system longer. Those employed 5 years or less 
report more plans (formal or informal) than the other employee groups to further 
their education, reinforcing the idea that there is a tendency for newer employees to 
want to engage in additional learning. Cynics might suggest that those employees 
new to the system just haven’t learned yet that there isn’t much offered in 
Alabama. This view is supported to some extent by the finding that those employed 
between 5 and 10 years were most likely to rate the amount of faculty and staff 
development as poor or below average (30%). This could spotlight an “awakening” to 
the “true” amount and type of faculty and staff development available in Alabama, 
or be seen as a “disenchantment” period that may or may not have to do with the 



Column percents do not add to 100% when all respondents do not answer a question. 
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availability of faculty and staff development opportunities per se. 

Recommendations 

Look to those employed five years or less to participate in planning for pilot 
projects, such as instituting a teaching/learning center or a ’’working together” 
effort. This does not mean that others should be ignored. Clearly other employees 
want and need faculty and/or staff development. However, there may be a pocket of 
energy that can supplement the thrust needed to institute new efforts. 

Another recommendation is to present information about facility and staff 
development at new employee orientations. Solicit membership from among new 
employees on college task forces working to improve staff and faculty development 
at the college. 

V. Highest Level of Education Attained & Educational Plans 

Findings 

* Ninety percent of Alabama’s two-year college employees have attained at 
least a two-year college degree. 

* The highest level of education for 15% of the employees is the bachelor’s 
degree; 42% have received the master’s degree; and 14% have earned the 
Ed.D., Ph.D., or a professional degree. 

* Sixteen percent of the respondents indicated that they would be likely or 
very likely to enroll in an MA program in higher education administration 
in the next five years. 

* Eighteen percent stated that they would be likely or very likely to enroll 
in an EdD program in higher education administration in the next five 
years. 

When we extrapolate the findings of this study to the larger population of all 
two-year college employees in Alabama (4,200), we find that approximately 672 
employees are likely or very likely to enroll in an MA program in higher education 
a dmini stration, and about 714 are likely or very likely to enroll in a doctoral 
program in higher education in the next five years. 

Interpretation and Implications 

In general, the two-year college employee population is well-educated. With 
over 90% of the employees holding a two-year degree, it appears that there has been 
encouragement to support employee development and possibly an emphasis in the 
hiring process to attract individuals with the highest level of formal education 
possible. 

Recommendations 

Interest in pursuing advanced degrees in higher education administration 
suggests that programs at the state, regional, or institutional level should be put in 
place to support these aspirations, as they would be beneficial to achieving college 
objectives. Funds could be raised or earmarked to provide competitive scholarships 
and special sabbatical arrangements for some of these graduate students. Colleges 
could support or partially support a semester-long internship for one student each 



